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1.  Scope 
 
 

This handbook provides guidance on the application of the new Performance Management 
procedure for teachers employed in schools. This is linked to the Capability Policy. 

 
 

2.  Roles and Responsibilities 
 
 

The Governors, Headteacher, and teachers all have key roles to play and responsibilities to 
discharge in the Performance Management process.  Their main roles and responsibilities are as 
follows:- 

 
2.1 Role of the Governing Body 

 

 Establish the school’s Performance Management policy, monitor the operation and 
outcomes of Performance Management arrangements, and review the policy and its 
operation every year. 

 Appoint 2 or 3 governors to review the Headteacher’s performance on an annual basis. 

 Appoint an external adviser to advise appointed governors on the Headteacher’s performance 

 Make decisions about pay and career progression based on pay recommendations made by 
reviewers 

 Retain a copy of the Headteacher’s planning and review statement (normally the Chair of 
Governors) 

 Ensure that content of the Headteacher’s planning and review statement is drafted having 
regard to the need to be able to achieve a satisfactory work-life balance 

 Undertake action in relation to appeals in line with the school’s procedures 
 
2.2 Role of the Headteacher 

 
 Report annually to the Governing Body on Performance Management arrangements and 

on training and development needs 
 Play an active role in their own Performance Management and professional development 

including taking action as agreed at review meetings 
 Act as performance appraiser and, where appropriate, delegate the role of performance 

appraiser in its entirety 
 Retain copies of all review and planning statements and provide others with access to 

statements where appropriate 
 Take account of review outcomes in school improvement planning and ensure the 

school produces and resources an effective plan for the professional development of its 
workforce 

 Establish a protocol for classroom observation for inclusion in the Performance Management 
policy 

 Evaluate standards of teaching and learning and ensure proper standards of professional 
practice are established and maintained 

 Ensure that the teacher’s planning and review statement is drafted having regard to the need 
for a satisfactory work-life balance 

 

2.3 Role of Teachers 

 
 Play an active role in their own performance management and professional development 

including taking action as agreed at review meetings 

 Where the role of reviewer has been delegated to them, act as appraiser for other teachers 
 Contribute to the annual planning and assessment of other teachers where appropriate
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3.  Performance Management Period 
 
 

3.1 The Performance Management Period 
 
The Performance Management period will normally be for a period of twelve months from 1st 
September to 31st August. 

 

Where an employee joins part way through the Performance Management period their initial period 
should end on 31st August with the objectives set to reflect the period of Performance Management. 
They can then be placed on the same Performance Management period as other teaching staff in 
the following year. 

 
The written Performance Management report should be provided to teachers by 31st October and 
to Headteachers by 31st December. 

 
3.2 Appointing Appraisers for the Headteacher 

 
The Governing Body will appoint a review panel of a minimum of two governors to review the 
Headteachers performance, and ensure they receive appropriate preparation for their role. The 
Governing Body should seek to secure a balanced representation of appraisers, taking account 
of such factors as gender, ethnic group and age. The Governing Body should seek to appoint 
appraisers who have the knowledge and experience to carry out this role and who together 
reflect the profile of the Governing Body.  Persons appointed as appraisers should not have any 
personal or pecuniary interest. Governors who are members of the school staff cannot be 
appointed as appraisers for the Headteacher. 
 
Where the Headteacher is of the opinion that any of the governors appointed by the Governing 
Body is unsuitable for professional reasons; they may submit a written request to the Governing 
Body for that governor to be replaced, stating those reasons. 
 
The Governing Body may appoint an external adviser to provide advice and support in relation to 
the management and review of the performance of the Headteacher. The external adviser will 
have a proven expertise in performance management of Headteachers and will have no 
professional or personal connection with the Headteacher. The external adviser is required to 
provide relevant high quality advice to Governing Bodies, for example about: 

 
o The progress the Headteacher has made towards the previous performance 

management objectives set by the Governing Body; 
o Suitable objectives for governors to agree with the Headteacher for the next review 

cycle and; 
o How the school’s performance management systems are contributing to raising 

attainment, achievement and pupils’ wider well-being 
 
3.3 Appointing Appraisers for other Teachers 

 

 The Head teacher will appoint all other appraisers 

 There should be a limit of 10 staff for each appraiser 

 The Governing body will be advised of the Performance Management structure in the school 

 If, in exceptional circumstances and for professional reasons, the appraisee wishes to request a 
change of appraiser where this role has been delegated, they may ask the Headteacher to 
appoint an alternative appraiser of comparable or higher status in the staffing structure than the 
original appraiser.  Any such request from an appraisee should be made in writing and state 
the reason for requesting a change. 
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3.4 Setting Objectives 
 
The objectives should be: 

 
Specific, Measurable, Achievable, Realistic and Time-bound and would need to: 

 Be subject based and reflect area of responsibility 

 Reflect Pupil achievement/progress 

 Reflect School Improvement 

 Encourage Professional development 

 Reflect the need for a satisfactory work/life balance 

 Reflect the professional experience and aspirations of the appraisee 
 
There should be a maximum of: 

 3 to 4 objectives for Headteachers 

 3 objectives for members of the Leadership Team 

 3 objectives for Teachers 
 

Objectives can be set over more than one Performance Management period, if this is the case, it 
will be appropriate to identify milestones towards progress during the initial Performance 
Management with indicated stages for each review cycle. 
 

The appraiser and the appraisee will seek to agree the objectives but where a joint determination 
cannot be made the appraiser will refer the matter to the Headteacher who will meet with both the 
appraiser and the appraisee before making a decision. 
 
Both appraiser and appraisee will need to ensure that for each objective they are aware what 
constitutes success at the end of the review cycle. 
 
All teachers should be assessed against the Teachers Standards for England 2012 document 
(Appendix 2). The employee’s personal objectives and success criteria should be entered on to the 
Performance Management Document  

 
3.5 Teachers’ Standards 

 
The new Teachers’ Standards came into force on 1st September 2012. The standards apply to all 
teachers regardless of their career stage and define the minimum level of practice expected from 
teachers once they are awarded QTS. 

 
All appraisers will be required to assess qualified teachers against the standards to a level that is 
consistent with what should reasonably be expected of a teacher in their relevant role and at the 
relevant stage of their career. 

 
Examples of the generic standards at sample pay levels and specific examples of how the core 
standards could be applied for different levels of Teachers pay are shown at Appendix 1. 

 
 

4.  Reviewing Performance 
 

 

4.1 Classroom Observations 

 
The observations will be undertaken by members of SLT or SMT and will focus on the quality 
of teaching and learning.  This will also include evaluations of planning, book scrutinies and 
pupil interviews.  
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 In addition there will be drop-ins conducted by SLT or SMT to evaluate the standards of teaching 
and that professional standards are being achieved. 

 The frequency of formal classroom observations will be three per year (this could be more for 
those being assessed under the capability procedure.) 

 If the teacher is being assessed under the capability procedure the drop-ins will be limited to once 
a week. 

 The length of any classroom observation will be a maximum of an hour. 

 Written feedback on all observations to be provided within 5 working days of the observation. 
 
The appraiser should read any written record of observations, feedback and any subsequent follow 
up work. Written feedback should summarise the focus, what was learned from the observation, the 
feedback given and any subsequent or other follow up. The appraisee should make and where 
necessary record any comments they may have on the record of the observation. 

 
Classroom observations should:- 

 Be undertaken with professionalism, integrity and courtesy 

 Involve objective evaluation 

 Be reported honesty and fairly 

 Involve accurate communication about its purpose and outcome 

 Be conducted in the best interests of the pupils at the school 
 
The feedback from the observation should: 

 Identify the positive points arising from the lesson 

 Provide constructive advice on any areas for improvements.  
 
4.2 Assessment through the Cycle 

 
There should be regular meetings through the year between the appraiser and appraisee to review 
the performance of the employee and assess whether any support or development is required to 
assist with achieving the objectives. These meetings can also be used to assess whether the 
objectives should be adjusted and the support modified. The outcomes of these meetings should be 
recorded and will feed into the end of year Performance Management meeting. 

 
4.3 External Advice 

 
External advice can be sought at any stage during the review cycle. To either support the appraisee 
achieving their objectives or for the appraiser in reviewing performance against the objectives. The 
use of an external adviser should where possible be agreed with the appraisee and appraiser prior to 
use, however any final decision regarding this provision would rest with the Headteacher. 
 
 

5.  Performance Management Review Meeting 
 
 

Each teacher’s performance will be formally assessed at the end of the Performance Management 
period. 

The review meeting should be planned in advance with both parties given time to prepare. 
 
5.1 Prior to Performance Management Review Meeting 

 
The Appraiser should: 
 Take in the Appraisee Performance Management File and review its content e.g. Job 

description specification, lesson observations, progress and attainment evidence, 
book scrutiny feedbacks, school priorities as identified on the SDP or action plan.  
 



7 
 

 Consider outcomes in the light of any known disabilities and any reasonable adjustments that 
have been agreed to support the employee. 

 Consider what objectives would be appropriate for the next cycle and what success criteria 
would look like for these objectives. The appraiser should have the School Development 
Plan and know the school’s priorities. 

 Consider staff member’s development needs and how they could be met. 

 Audit against the Teacher Standards. 
 
The Appraisee should:- 

 Update their Performance Management File and evidence relating to meeting the success 
criteria for each objective and any factors that have influenced success or failure.  

 Provide clear evidence for the review meeting including: Job description specification, lesson 
observations, progress and attainment evidence, book scrutiny feedbacks, school priorities 
as identified on the SDP or action plan. 

 Consider any objectives that they consider may be appropriate for the next cycle. 

 Consider any development requirements in regard to their career aspirations. 
 
5.2 During the Review Meeting 

 
The Appraiser and Appraisee should: - 

 Complete the Performance Management document by RAG rating evidence and success 
criteria sections together. 

 Highlight if objectives have been met, partly met, or not met. 

 Highlight the judgement grading for observations. 

 Highlight the score for evidence of Teachers’ Standards. 

 Highlight if the appraisee is to receive 1, 2, no incremental points or will now be managed under 
the capability procedure. 

 Identify the objectives for the next cycle and agree success criteria. 

 Agree evidence to show how objectives have been met. 

 Agree what support or training needs are required. 

 Discuss collecting evidence for Teachers’ Standards. 

 Ensure the form is signed off by both parties.  
 
5.3 Additional Post Meeting if required. 
 
The Appraiser with the Appraisee may: - 
Meet again within one week to add any additional comments and ensure the form is signed off by 
both parties  
or  
Forward form to the Headteacher for moderation if appropriate and for information to be included 
in the Headteacher’s report to Governors 
 
This time frame can be extended if there is a dispute between the two parties. 
 
In the case of the Headteachers, an external advisor must be consulted prior to the review 
meeting. The Headteacher must also be provided with the opportunity to meet with the 
external adviser prior to the meeting. 

 
 

6.  Right of Appeal 
 
 

Governing Bodies are required by law to establish procedures for dealing with any grievance 
teachers may have at work and the appraisee can use these procedures to appeal against any 
entry on their Review Performance Management Document, including any changes made to the 
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objectives made during the cycle.   

Where the appraisee wishes to appeal on the basis of more than one entry, this would constitute 
one appeal hearing.  Any appeal should be deferred until after the moderation process is complete 
where the Headteacher has indicated an intention to moderate the Review Performance 
Management Document.   

 

Every effort should be made to resolve the matter informally without the need to resort to formal 
grievance procedures. 

 
 

7.  Confidentiality and Access to Review Documents  
 
 

The Performance Management process will be treated with confidentiality. However, the desire for 
confidentiality does not override the need for the Headteacher and governing body to quality-assure 
the operation and effectiveness of the Performance Management system. For example, the 
Headteacher might review all teachers’ objectives and written Performance Management records 
personally, in order to check consistency of approach and expectation between different appraisers. 
The Headteacher must be aware of any pay recommendations. 

 
 

8.  Moderation of plans and the scope for the Headteacher to change Planning and Review 

Documents  
 
 

The Headteacher has a duty to ensure that these procedures and processes are applied fairly and 
consistently across the school and with regard to equal opportunities considerations.  For this 
purpose the Headteacher will check Review Documents, within 10 working days of their 
completion, and where necessary instruct the appraiser to prepare a new review document prior to 
it being finalized and retained. 

 
Headteachers are under no obligation to review planning and review documents and it is for them 
to decide whether they wish to do so. They may wish to moderate a sample of review documents 
rather than all review documents from the school. 
 

The grounds on which a Headteacher may change the review documents are that the evidence 
was not consistent with those for other teachers with similar experience and/or who had similar 
levels of responsibility; or that the statement was not in line with the school’s Performance 
Management policy or school improvement plan. 

 
If a Headteacher is concerned about a review document, following discussion with the appraiser 
and appraise, a revised review document may be prepared. The appraiser and appraisee should 
produce a revised review document within 10 days of being instructed by the Headteacher to do 
so. The appraisee can also add any comments at this stage. 

 
 

9.  Monitoring and Evaluation 
 
 

Headteachers should provide the Governing Body with a written report every year on the operation 
of the school’s Performance Management policy, the effectiveness of the school’s Performance 
Management procedures and teachers’ training and development needs.  As part of this annual 
monitoring and reporting process, governing bodies should examine the equal opportunities 
implications at each stage of the process. 

 
 

10. Learning and Development 
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All employees have a right to Continuing Professional Development (CPD). 

CPD can happen through a variety of means, for example: 

 Team development events 

 Management or peer coaching 

 Mentoring 

 Shadowing 

 Use of ICT Learning packages 

 Short term secondments/placements 

 Specific CPD to maintain professional knowledge 

 Participation in internally or externally provided training 
 
The school’s continuing professional development (CPD) programme will be informed by the 
training and development needs identified in the appraisee’s planning and review statements. 

 
 

11. Making a Pay Recommendation 
 
 

At the point of this document being written there is no change to the arrangements for pay 
progression. Annual increments continue to apply as set out in the STPCD for classroom teachers 
on the main scale. (The position on the pay progression for classroom teachers on the main scale 
will be known when the STPCD 2012 is released).  Until then the appraisers do not need to make a 
recommendation in support of an annual increment. 

Appraisers will need to make a recommendation where the appraisee is on: 
  

 The pay scale for post threshold teachers 

 The pay spine for members on the Leadership Group 

 The pay spine for Advanced Skills Teachers and Excellent Teachers 

 
Appraiser’s pay recommendations should be passed to the Headteacher as part of the planning 
and review documents and the Headteacher passes the pay recommendation on to the Governing 
Body 

 
 

12. Feedback 
 
 

Teachers should receive constructive feedback on their performance throughout the year. This 
should be as soon as practicable after an observation has taken place or when other evidence has 
come to light. 

 
It should be constructive and approached in a sensitive manner and should be both: 

 Motivational – identify what is going well and have a positive impact to encourage 
performance 

 Developmental – highlight performance where improvement or different skills are required 
and encourage the process to reach the required standard. 

 
It is essential that all aspects of the teacher’s performance are fed back throughout the year as 
there should be no surprises at the planning and review meeting. 

 
 

13. Performance below the Required Standard 
 
 

Where there are any concerns about any aspects of the teacher’s performance the appraiser will 
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meet the teacher formally to: 

 

 Give clear feedback to the teacher about the nature and seriousness of the concerns 

 Give the teacher the opportunity to comment and discus the concerns and put forward their 
reasons for the perceived poor performance 

 Agree any support (e.g. coaching, mentoring, structured observations), that will be provided 
to help address those specific concerns. 

 Make clear how, and by when, the appraiser will review progress. It may be appropriate to 
revise objectives and it will be necessary to allow sufficient time for improvement. The 
length of the review period is up to the school but should reflect the seriousness of the 
concerns but should be no more than 30 working days. 

 Where there has been significant improvement but the required standard has not been 
reached, the appraiser can decide to exceed the review period 

 Where the performance has not improved to a satisfactory level the teacher should be 
notified in writing that the Performance Management system will no longer apply and that 
their performance will be managed under the Capability Procedure and they will be invited 
to a Formal Capability Meeting 

 

14. Capability 
 
 

Further detailed guidance is provided in the Capability Policy and advice should be sought from 
Schools HR prior to applying the procedure. 
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Appendix 1 
 

Generic Description of Standards and Core Standards Table 
 
Description of Standards at a selection of pay grades 

 
NQT: 
Know the school expectations for the standard. Actively seek support from appropriate colleagues 
to help achieve the standard.  Know the school vision. 

 
MPS2: 
Demonstrate that they are achieving the standard of good for the majority of the time. Actively 
support the school vision. 

 
MPS4: 

Demonstrate that a standard of good teaching is embedded in all practice. Contribute to the school 
vision. 

 
UPS1: 

Demonstrate a positive commitment to sharing good practice with colleagues across the school. 
They will be good to outstanding teachers. They will help shape the school vision.  

 

UPS3: 

Coach and mentor colleagues to drive school improvement. They will be outstanding teachers. 
They will help to share the vision 

 
The specific examples against a number of the standards is shown on the attached grid. 

The Performance Management Policy does not apply to Newly Qualified Teachers but they have 
been included in this information for guidance in the managing of their performance during the 
induction.
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Appendix 2  

Teaching Standard 1: set high expectations which inspire, motivate and challenge pupils  

 establish a safe and stimulating environment for pupils, rooted in mutual respect  

 set goals that stretch and challenge pupils of all backgrounds, abilities and dispositions  

 demonstrate consistently the positive attitudes, values and behaviour , which are expected of pupils.  

Key questions : (to be used in dialogue)Are you a positive role model to the children (behaviour and learning)?   

How are you demonstrating professional, purposeful and sensitive working relationships? 

What do you do to make all children feel safe, welcome and ready to learn? 

Working towards Working ‘at’ teaching 

standard (NQT) 

Working at good or better 

level (NQT plus to M6) 

Working at a high level   

(Leadership and UPS)  

Evidence 

Apply established procedures, 
rules and routines e.g. 
procedures at transition points 

Independently apply 
established procedures that 
promote positive attitudes, 
values and behaviour. 

Effectively apply established 
procedures and adapt these 
successfully to particular 
situations and contexts. 

Evaluate established 
procedures, adapt and take 
ownership of area management 
and impact of role on school 
outcomes. 

 

Create an atmosphere 
conducive to learning. 

Encourage pupils to participate 
and contribute in an 
atmosphere conducive to 
learning, setting appropriately 
high expectations. 

Consistently establish a 
positive learning atmosphere 
and set high expectations. As a 
result pupils are engaged, 
motivated and make progress. 

Inspire and motivate teachers, 
creating excellent relationships 
where there are consistently 
high expectations. Promote 
good practice to colleagues. 

 

Ask about pupils’ backgrounds 
and abilities in order to develop 
each child to their full potential 

Consider pupils’ backgrounds, 
abilities and dispositions in all 
interactions and use this to set 
appropriate goals 

Apply knowledge of individual 
pupils’ backgrounds, abilities 
and dispositions in all 
interactions, setting goals that 
stretch and challenge. 

Consistently set goals that 
stretch and challenge teachers 
to establish a positive learning 
atmosphere and set high 
expectations. 

 

Are aware of the need to be a 
positive role model. 

Demonstrate enthusiasm about 
working with children. 
Demonstrate professional 
behaviour, respect and support 
for the ethos of the school. 

Consistently demonstrate 
enthusiasm for teaching and 
learning. Consistently acts as a 
positive role model and 
encourage pupils to consider 
their own behaviour  

Model enthusiasm and passion 
for professional learning. Model  
a learning environment that is 
rooted in mutual respect. 
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Teaching Standard 2: promote good progress and outcomes by pupils  

 be accountable for attainment, progress and outcomes of the pupils 

 plan teaching to build on pupils’ capabilities and prior knowledge 

 guide pupils to reflect on the progress they have made and their emerging needs 

 demonstrate knowledge and understanding of how pupils learn and how this impacts on teaching 

 encourage pupils to take a responsible and conscientious attitude to their own work and study 

Key questions : (to be used in dialogue) 

Have you ensured pupil progression? 
How does your planning reflect personalised learning? 
Have you identified any pupils who are not engaged/have not made progress? 
How do the pupils know that they have made progress? 

Working towards Working ‘at’ teaching 

standard (NQT) 

Working at good or better 

level (NQT plus to M6) 

Working at a high level                

(Leadership and UPS) 
Evidence 

Begin to take 
responsibility for pupil 
progress with guidance 
from mentor. 

Demonstrates they are 
accountable for pupil 
attainment and progress.  

Set clear expectations for 
intended learning outcomes 
and assume responsibility for 
pupils’ progress. 

Is familiar with national data e.g. RAISE, 
FFT. Can analyse data and see areas of 
development and contribute to the SDP. 

 

Planning and teaching 
takes account of pupils 
starting points. 

Planning and teaching takes 
account of pupils starting points 
and includes provision for pupil 
progression over time 

Short, medium-term planning 
consistently builds on pupils 
starting points and incorporate 
provision for pupil progression 
over time 

Leaders make confident judgements in 
evaluating pupils’ progress. They ensure 
that all pupils are challenged and 
underperformance is quickly addressed 
and support for teachers put in place 

 

With guidance, give 
opportunities for pupils to 
reflect on their progress 
in relation to learning 
targets 

Support pupils in reflecting on 
their learning and identifying 
their progress 

Actively promote engaging and 
effective methods that support 
pupils in evaluating their 
learning and identifying how to 
improve their performance. 

Monitor learning across the school to 
ensure pupils meet their challenging 
targets. Provide feedback and identify 
teachers who use effective systems to 
meet challenging pupils’ targets. 

 

With guidance, use 
appropriate teaching 
strategies that are 
informed by an 
understanding of how 
pupils learn 

Use their understanding of how 
pupils learn to select 
appropriate teaching and 
learning strategies. 

Confidently use a wide range of 
teaching strategies to ensure 
all children benefit from the 
learning experience. Use 
knowledge about pupils to 
inform and justify choices. 

Regularly reviews the effectiveness of 
provision against challenging benchmarks 
to ensure all pupils make excellent 
progress 

 

Begin to give children the 
opportunity to become 
independent learners. 

Plan challenging teaching and 
learning activities for 
independent and autonomous 
learning. Pupils have a 
conscientious attitude. 

Plan challenging, engaging 
teaching activities that show 
independent and autonomous 
learning in a very purposeful 
learning atmosphere. 

Be able to model exemplary practice to 
others. Be open to providing demonstration 
lessons and signposting teachers and 
LSAs to good practice  
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Teaching Standard 3: demonstrate good subject and curriculum knowledge (within the chosen age phase they are training to teach  

 Have a secure knowledge of the relevant subject(s) and curriculum areas, foster and maintain pupils’ interest in the subject, and address misunderstandings  

 Demonstrate a critical understanding of developments in the subject and curriculum areas, and promote the value of scholarship  

 Demonstrate an understanding of and take responsibility for promoting high standards of literacy, articulacy and the correct use of standard English, whatever the 
teacher’s specialist subject  

 If teaching early reading, demonstrate a clear understanding of systematic synthetic phonics  

 Demonstrate a clear understanding of appropriate teaching strategies for primary mathematics 

Key questions: (to be used in dialogue) 

How do you take responsibility for developing your own subject and curriculum knowledge? 

How do you respond appropriately to subject specific questions asked by learners?  

How do you use subject specific language appropriately, accurately and consistently? 

Working towards QTS Working ‘at’ teaching 
standard (NQT) 

Working at good or better level  

(NQT plus to M6) 

Working at a high level  

(Leadership and UPS) 

Evidence 

 

Developing subject/curriculum 
knowledge and understanding 
is used to teach and apply to 
pupil’s’ needs 

Well developed knowledge and 
understanding of relevant 
subject/curriculum and use this 
effectively to maintain and 
develop pupil’s interest 

Good knowledge of subject and curriculum 
and has confidence to pre-empt possible 
misconceptions. Responds creatively to 
capture pupil’s interest. 

Their own excellent knowledge of the 
curriculum across the school enables 
them to be an effective support to less 
experienced teachers.  

 

They are aware of how learning 
progresses within and across 
subject/curriculum and apply 
with guidance 

They demonstrate effectively, 
within the classroom, their 
understanding how learning 
progresses across 
subjects/curriculum 

Proactive and committed to their own 
professional development in subject 
knowledge, both within school and the 
wider framework of national trends and 
initiatives. 

Using experiences of curriculum/ subject 
development they evaluate how 
colleagues are implementing initiatives. 
Provide feed back and model gd 
practice. They change practices.. 

 

They build into their teaching 
appropriate opportunities to 
support the development of 
English 

They are able to build into their 
teaching effective opportunities 
to support the development of 
high standards of English 

They consistently identify and exploit 
opportunities across the curriculum to 
reinforce high standards of English 

Are able to model good practice for 
teaching very high standards of English  

 

In relation to early reading: 
Knowledge and understanding 
of the practices of teaching and 
assessing reading and writing, 
including the use of systematic 
synthetic phonics.  

In relation to early reading:  
Very secure knowledge and 
understanding of synthetic 
systematic phonics and its role 
in teaching and assessing 
English 

In relation to early reading: Have a very 
strong understanding of synthetic 
systematic phonics and its role in teaching 
and assessing English. This is very 
effectively across the age they teach. 

Are able to monitor, evaluate the 
practices of reading and writing to 
ensure consistency for both LSAs and 
class teachers.  

 

In relation to primary 
mathematics: Knowledge and 
understanding of good 
practices of teaching and 
assessing early maths and 
apply this effectively. 

In relation to primary maths:  
Very secure knowledge and 
understanding of the practices 
of teaching early maths and 
employ effective teaching 
strategies. 

In relation to primary maths: Very strong 
knowledge and understanding of the 
principles and practices of teaching early 
mathematics to select and employ highly 
effective teaching strategies across the 
age-ranges they teach 

Are able to monitor, evaluate the 
practices of mathematics to ensure 
consistency for both LSAs and class 
teachers. 
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Teaching Standard 4: plan and teach well structured lessons   

 impart knowledge and develop understanding through effective use of lesson time  

 promote a love of learning and children’s intellectual curiosity  

 sets homework and plan other out-of-class activities to consolidate and extend the knowledge and understanding pupils have acquired  

 reflect systematically on the effectiveness of lessons and approaches to teaching  

 contribute to the design and provision of an engaging curriculum within the relevant subject area(s) 

Key questions : (to be used in dialogue)  

 How do you use a range of teaching strategies (age and ability appropriate)? 
 How are your lessons well paced? Give examples. 
 How do you use open-ended questions? 
 How are your activities open ended? 
 How are your lessons informed by previous reflections/evaluations? 

Working towards Working ‘at’ teaching standard 
(NQT) 

Working at good or better level 
(NQT plus to M6) 

Working at a high level      
(Leadership and UPS) 

Evidence 

 

Well prepared planning using 
previous assessments. Teaches 
majority of lessons. Generally clear 
and focused gaps in learning 
objectives.  

Plan and teach well-paced and well- 
structured lessons to progress 
children’s learning. Consistently 
clear and focused learning 
objectives. 

Effective planning of a series of well-
paced lessons to sustain and 
progress pupils learning. Have 
confidence to adapt teaching in 
response to pupils need during a 
lesson. 

Is confident in ability to judge 
lessons using Ofsted criteria. Can 
provide feedback on effective 
assessment to planning.  

 

Aware of the effect of the 
environment on children’s learning 

Tries a range of approaches to 
teaching and learning. Promotes 
differentiated outcomes by carefully 
matched teaching and learning to 
motivate and inspire learning. 

Adapt planning and teaching to use 
well chosen, imaginative and 
creative strategies that match the 
needs and interests of individuals. 

Promotes differentiated outcomes 
through the use of pre-teaching and 
promoting resources that will enable 
children’s barriers to be addressed.  

 

Complete written evaluation of 
teaching and use targets to inform 
planning with guidance 

Systematically, independently uses 
assessments to inform planning 
which leads to a positive impact on 
learning. 

Consistent, independent, accurate 
and effective assessment identifies 
pupils’ future learning their targets  

Has a good grip on age related 
expectations. Ensures planning is 
robust and there is sufficient 
coverage each term.  

 

Clear communication of homework 
tasks based on school policy 

Design, set and explain effective 
homework tasks 

Set challenging homework tasks 
appropriate to the pupil. 

Reviews homework, its challenge 
and participation.  

 

Understand the process of 
curriculum planning using 
assessments. Begins to contribute 
ideas to this process. 

Make a positive contribution to 
curriculum planning and resources 
whilst on placement 

Create curriculum plans 
independently. Show initiative in 
developing and contributing to 
planning. 

Ensure colleagues are following non-
negotiables and that curriculum  
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Teaching Standard 5: adapt teaching to respond to the strengths and needs of all pupils  

 know when and how to differentiate appropriately, using approaches which enable pupils to be taught effectively  

 have a secure understanding of how a range of factors can inhibit pupils’ ability to learn, and how best to overcome these  

 demonstrate an awareness of the physical, social and intellectual development of children, and know how to adapt teaching to support pupils’ education at 
different stages of development. 

Key questions : (to be used in dialogue) 

Do you provide opportunities for the whole class to learn (intellectually, socially, emotionally etc.)? 

How does your teaching meet the needs of the class? Give examples. 

Working towards 

 

Working ‘at’ teaching 

standard (NQT) 

Working at good or better 

level (NQT plus to M6) 

Working at a high level 

(Leadership and UPS) 

Evidence 

 

With some guidance provide 
appropriate challenge and 
support for all children in the 
class 

Demonstrates a good range of 
strategies appropriate to the 
needs and strengths of pupils 

Is consistently able to use 
creative and imaginative 
strategies and effectively 
resource opportunities for all 
learners 

Takes a strong lead in 
supporting planning of 
differentiated lessons in year 
group meetings, using a range 
of effective strategies 

 

Can identify how experienced 
teachers take account of how 
children and young people 
develop. 

Has a secure understanding of 
factors that can promote pupils’ 
learning. Is able to select and 
use a range of strategies to 
overcome barriers to learning 

Is consistently able to use a 
wide range of strategies in their 
teaching to engage all learners 
and confidently designs 
inclusive tasks and resources 
to enhance participation 

Is confident in their own skills 
as a teacher and has been 
judged as outstanding. Can 
articulate the skills needed o 
engage all learners. Promotes 
triads as effective CPD tool.  

 

Can identify the developing and 
changing needs of particular 
groups of children e.g  SEND,  
EAL etc 

Can effectively employ a range 
of distinctive teaching 
approaches to meet the 
developing needs of children 
e.g. SEND, EAL etc. Can 
involve specialist support staff 
within this 

To be able to consistently plan 
and use a range of effective 
intervention strategies, 
including specialist support 
staff, to ensure progression for 
individuals and groups 

Will effectively mentor 
colleagues to provide them with 
strategies for timely 
interventions to ensure 
effective accelerated learning.  
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Teaching Standard 6: make accurate and productive use of assessment  

 know and understand how to assess the relevant subject and curriculum areas, including statutory assessment requirements   

 make use of formative and summative assessment to secure pupils’ progress  

 use relevant data to monitor progress, set targets, and plan subsequent lessons  

 give pupils regular feedback, both orally and through accurate marking, and encourage pupils to respond to the feedback 

Key questions : (to be used in dialogue)  

How are you using a range of assessment strategies? 

How does you assessment inform you planning? 

How are the children involved in the assessment process? 

Working towards Working ‘at’ teaching 

standard (NQT) 

Working at good or better 

level (NQT plus to M6) 

Working at a high level 

(Leadership and UPS) 

Evidence 

Follows school assessment 
procedures including end of 
year, EYFS and KS summative 
assessment 

Good knowledge and use of 
school assessment procedures 
against national benchmarks. 

Can confidently use school 
assessment strategies 
reflecting a good understanding 
of the theory and practice of 
assessment against national 
benchmarks. 

Knows national floor targets 
and shares these with team 
colleagues. Works with 
team/school to support and 
challenge staff to meet age 
related expectations.  

 

Beginning to use formative and 
summative assessment to 
enable adaptation of 
subsequent learning objectives 
for pupil progress. 

Effective and consistent use of 
formative and summative 
assessment, independently, to 
inform future planning ensuring 
pupil progress 

Consistently effective use of 
formative and summative 
assessment used to inform 
future planning ensuring pupil 
progress. Anticipates where 
interventions are needed, with 
evident impact on learning. 

Ensures that staff consistently, 
use key policies such as, 
Marking Policy. Monitors 
guided tasks for ongoing 
assessments and analyses 
formal assessments for pupil 
progress 

 

Aware of pupil tracking data to 
inform planning and identify 
trends for improvement. 

Use own records of pupils 
progress to contribute to 
tracking data 

Maintain accurate records of 
pupils’ progress and use these 
to set appropriately challenging 
targets. 

All pupils make excellent 
progress from their starting 
points. Leaders enable all team 
members to share good 
practice in school and beyond.  

 

Feedback is helpful and 
positive 

Effective feedback to pupils so 
that they progress confidently. 
Time is given for pupils to 
respond to marking 

Skilled at giving well focused 
feedback. Clear targets are set 
which motivate pupils enabling 
them to identify their next 
steps. 

SMT and SLT monitor books to 
ensure pupils are meeting 
termly assessment targets 
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Teaching Standard 7: manage behaviour effectively to ensure a good and safe learning environment  

 have clear rules and routines for behaviour in classrooms, and take responsibility for promoting good and courteous behaviour both in classroom and around the 
school, in accordance with the school’s behaviour policy. 

 have high expectations of behaviour, and establish a framework for discipline with a range of strategies, using praise, sanctions and rewards consistently and fairly  

 manage classes effectively, using approaches which are appropriate to pupils’ needs in order to involve and motivate them  

 maintain good relationships with pupils, exercise appropriate authority, and act decisively when necessary 

Key questions : (to be used in dialogue)  
Which strategies do you use to promote positive behaviour? 
Are your strategies proactive rather than reactive? 
How are the children engaged, enthused and on task? Why is that? 
How do the children feel secure in an environment where boundaries are clear, consistent and fair? 

Working towards 

 

 

Working ‘at’ teaching 
standard (NQT) 

Working at good or better 
level (NQT plus to M6) 

Working at a high level 
(Leadership and UPS) 

Evidence 

Awareness of positive 
strategies for behaviour and 
safety management to enable 
pupils to focus on their 
learning. 

Set high expectations for 
behaviour and safety. 
Maintains consistency through 
a range of effective strategies 
that motivate pupils. 

Effective and holistic classroom 
behaviour and safety 
management promotes a 
positive school ethos where all 
pupils value learning. 

Creates a culture and climate 
where pupils’ behaviour is 
exemplary and they take full 
ownership of their learning.  

 

Commitment to building 
positive relationships with 
pupils guided by an 
experienced colleague. 

Positive and productive 
relationship with pupils based 
on positive behaviour and 
welfare strategies. 

Sensitive and in depth 
knowledge of pupils. Very 
good, professional rapport with 
pupils. Confident in class. 

Frequently enables all team 
members to share good 
practice in school and beyond. 
Produces time bound action 
plans to identify areas for 
developments whilst endorsing 
everyone’s accountability.   

 

Adheres to school behaviour 
and safeguarding policies. 

Positive implementation and 
appropriate use of school 
safeguarding and behaviour 
policies. 

Consistent and effectively 
implements the school’s 
safeguarding and behaviour 
policies. Is a role model to 
others 

All SMT and SLT take greater 
responsibility for consistency of 
safeguarding and behaviour 
Policy across the whole school 

 

Understand how barriers to 
learning can impact on pupil 
behaviour and begin to apply 
strategies to address these, 
working alongside experienced 
teachers and support staff as 
appropriate. 

Manages behaviour effectively 
so that learners demonstrate 
positive attitudes towards the 
teacher, their learning and each 
other, allowing children to 
understand the consequences 
of their actions. 

Manages pupil behaviour with 
ease so that learners display 
very high levels of 
engagement, courtesy, 
collaboration and co-operation, 
including enabling pupils to 
take responsibility for their 
actions. 

Closely monitors the use of 
rewards and sanctions to 
ensure team and individuals 
use them appropriately 
Feedback is sought from pupils 
on behaviour management and 
the quality of support for their 
individual needs 
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Teaching Standard 8 : fulfil wider professional responsibilities  

 make a positive contribution to the wider life and ethos of the school 

 develop effective professional relationships with colleagues, knowing how and when to draw on advice and specialist support 

 deploy support staff effectively 

 take responsibility for improving teaching through appropriate professional development, responding to advice and feedback from colleagues 

 communicate effectively with parents with regards to pupils’ achievements and well being 

Key questions : (to be used in dialogue)  

How do you involve TAs and support staff fully in the children’s learning? 

How has your classroom practice developed in response to the advice from colleagues? 

How do you make a full contribution to school life (staff meetings, after school clubs, residential trips etc)? 

Working towards Working ‘at’ teaching standard   

(NQT) 

Working at good or better level 

(NQT plus to M6) 

Working at a high level 

(Leadership and UPS) 

Evidence 

 

Contribute effectively to wider 
school life.  

Contribute to activities and 
preparation of resources, 

Proactive and shows initiative. 
Takes a full part in life of the 
school as a member of staff. 

Articulates a compelling vision and 
seeks opportunities to present to 
wider audiences within the school 
and beyond. Involves others in 
long term plans for raising 
standards, targets and life chances 
of pupils 

 

Build sound understanding of 
professional relationships within a 
school guided by experienced 
colleagues. 

They are effective in building good 
professional relationships with 
colleagues and can work well 
collaboratively  

They build strong professional 
relationships and demonstrate that 
they are able to work 
collaboratively with colleagues on 
a regular basis. 

Galvanizes the team to work 
towards an outstanding school. 
Identifies and acknowledges 
individual’s strengths and ensures 
all members of the team have a 
chance to lead meetings and hold 
one another to account. 

 

Communicate and work with 
support staff, guided by 
experienced colleagues. 

Deploys support staff in lessons 
and for seeking advice from 
professionals in relation to pupils 
with SEN/D or EAL. 

Confident, consistent and effective 
use of LSAs. Proactive in seeking 
advice from relevant professionals 
in relation to pupils with SEN. 

Successfully, leads a network of 
peers. They will recognise and 
praise the impact made by others 
and signpost their good practice to 
colleagues.    

 

Recognise the value of guidance 
from experienced colleagues and 
act upon it. 

Proactive in terms of own CPD. 
Values the feedback they receive 
from experienced colleagues. 

Deliberately seek out opportunities 
to develop their CPD; responds 
positively to all feedback. 

Respected by the senior team and 
as a result the team has a key role 
in shaping whole school policy 

 

Effective communication with 
parents and carers, guided by 
experienced colleagues. 

Good communication in a variety 
of contexts with parents and carers 
(where appropriate). 

Sensitive communication in all 
contexts with parents and careers 
(where appropriate). 

Creates a culture and climate 
where parents say they feel fully 
engaged with the provision offered 
by the team 
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PART TWO: Personal and professional conduct 

A teacher is expected to demonstrate consistently high standards of personal and professional conduct.  

The following statements define the behaviour and attitudes which set the required standard for conduct throughout a teacher’s career. 

Teachers uphold public trust in the profession and maintain high standards of ethics and behaviour, within and outside school, by: 

 treating pupils with dignity, building relationships rooted in mutual respect, and at all times observing proper boundaries appropriate to a teacher’s 

professional position 

 having regard for the need to safeguard pupils’ well-being, in accordance with statutory provisions 

 showing tolerance of and respect for the rights of others 

 not undermining fundamental British values, including democracy, the rule of law, individual liberty and mutual respect, and tolerance of those with 

different faiths and beliefs 

 ensuring that personal beliefs are not expressed in ways which exploit pupils’ vulnerability or might lead them to break the law. 

All teachers are expected to demonstrate high professional standards from the outset.   

 They have a commitment to the teaching profession, and are able to develop appropriate professional relationships with colleagues and pupils. 

 They have regard to the need to safeguard pupils’ well-being, in accordance with statutory provisions.  

 They understand that by law that schools are required to teach a broad and balanced curriculum and they are beginning to develop learners’ wider 
understanding of social and cultural diversity. 

 They are willing to assume an appropriate degree of responsibility for the implementation of workplace policies in the different settings in which they 
have trained.  

 They adhere to school policies and practices, including those for attendance and punctuality 

 They have a broad understanding of their statutory professional responsibilities, including the requirement to promote equal opportunities and to 
provide reasonable adjustments for pupils with disabilities, as provided for in current Equalities Legislation.  

 They are aware of the professional duties of teachers as set out in the statutory School Teachers’ Pay and Conditions document.  

 

 
 
 



21 
 

UPPER PAY RANGE APPLICATION FORM  

Teacher’s Details:  

Name ___________________________________________________  

Post ____________________________________________________  

Performance Management /Appraisal Details:  

1. Years covered by planning/review statements 

2. Schools covered by planning/review statements  

Declaration:  

I confirm that at the date of this request for assessment to cross the threshold I meet the eligibility criteria based on the school’s 

Performance Management Policy. 

I submit performance management/appraisal planning and review statements covering the relevant period 2015 - 2016  

Applicant’s signature__________________________  

 

Date____________________  
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